credentials stronger than the one before it. That is, the student body has become more diverse and also more highly qualified by grades, test scores, and rank in class at the same time. We attribute those gains in part to an admissions policy that evaluates each candidate individually and comprehensively.
Carolina has had the highest percentage of African American students in the entering class six times in the past nine years among the top 50 national universities, according to the Journal of Blacks in Higher Education. Asian and Asian American enrollment was up 11 percent in the past few years. Hispanic, Latino, and Latina enrollment now accounts for more than 5.5 percent of our total entering class-up about 2 percentage points since 2003. Overall, enrollment of underrepresented incoming students was flat this year, but it is still strong historically-currently ranking 10th among top-30 universities.
Among our faculty, we saw slight single-digit increases in the percentages of Asian, African American, and Hispanic scholars in our last statistical snapshot taken last fall. And in recent years we have done much better among female African Americans and male and female Asians and Hispanics. Our track record for black male scholars has not been good (nor for black male students).
To those of us in senior administration, and to me personally, this result continues to be a source of frustration. We know we need to do better. The current results are not due just to a lack of effort by the university. We have confidence in our deans and their senior colleagues in charge of searches. We believe that they get it. Although I do not discount the lingering effect that underlying bias may have, often the major issue is simply the pool of available minority candidates. I believe we can do better in the recruitment of faculty of color than we have done, but to do so means recruiting those faculty members from your universities. Real progress will come from increasing the pool.
On that front, I am proud to say that Carolina has been proactive. The Carolina Postdoctoral Program for Faculty Diversity, a state-supported initiative begun on our campus in 1983, develops scholars from underrepresented groups for possible tenure-track appointments at Carolina and other research universities. The first postdoctoral fellow is now a vice chancellor for student life. She is one of this program's many success stories.
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Diversity in Research Universities That takes me back to the university's mission statement, which also says we will serve the nation, and we will "address, as appropriate, regional, national and international needs."
In North Carolina globalization is not an abstraction. Globalization has benefited the state in some ways, but has also caused very painful job losses, especially in furniture and textile manufacturing. IBM is a large local employer in the Research Triangle, with thousands of employees. Some are Carolina graduates; some are the parents of Carolina students. Not that many years ago, when IBM announced it was sending a number of local jobs to India, people in the Triangle area of North Carolina took notice. It was another signal that global competition is not just about furniture, textiles, and the old underpinnings of our state's economy. It's also about services and high-tech work-the knowledge economy. How will our students compete in this economy?
We think the richest marketplace of ideas results when we have a faculty and student body-and a library staff-characterized by great intellectual curiosity and aptitude-and also by diverse life experiences and backgrounds.
Those are among the reasons that diversity matters at the University of North Carolina at Chapel Hill. We recognize that our success depends on our
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ability to attract the brightest minds from all backgrounds and experiences to join our community of faculty, staff, and students.
Our commitment to diversity ensures that Carolina continues to be a place where students will leave excited by the possibilities of a diverse and global society, and where faculty and staff will be eager to share their talents.
I was very fortunate to be part of a chancellor-led university delegation that participated in a summit at the University of Texas at Austin in 2004.
These events were designed to explore how students, faculty, and staff could systematically develop skills and knowledge relevant to effective work across cultural boundaries. The conference was informative, and I believe we made a positive contribution to it. But more important was the opportunity for our delegation to reflect on the current state of diversity on our own campus during our travels and time together. Those were galvanizing conversations, and they motivated then-Chancellor James Moeser to convene a broad-based campuswide task force on diversity.
In accepting the task force report's recommendations (2005), the chancellor announced specific initiatives to help the university communicate its commitment to diversity and annually monitor progress. Also tied to the task force report was the appointment of an associate provost for diversity and multicultural affairs. The intent was to signal an expanded effort to improve upon what we were already doing well so that the campus community could become even more diverse and inclusive. This report was generally well received. It didn't make our campus perfect overnight, and I will be the first to say we still have a lot of work to do. But taking the time and effort to convene campus leaders and to have serious conversations about doing better says a lot, I think, about our campus culture.
Since that report was released, the university has made a major effort to focus on access and affordability for low-income students from North Carolina and around the country.
Through the Carolina Covenant, we have promised to provide admitted students from low-income families the full cost of their education so they can graduate debt-free. They must satisfy all of the normal admissions requirements.
These students are admitted on a need-, gender-, and race-blind basis. Then they are considered for the Carolina Covenant program. As part of their admission,
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Diversity in Research Libraries Our goal is to provide direct assistance in preserving, cataloging, and digitizing especially valuable materials being held in other locations.
This is another example of a modest initiative that can help lay the groundwork for continued progress in the libraries. I hope that some of these examples from UNC will prompt you to think of initiatives and ideas from your own campuses that might help other colleagues attending this meeting. It is the cumulative effect of many initiatives that makes the difference we seek.
My hope is that each of you will go back home looking for opportunities to RLI 263 7 make even a small contribution to advancing diversity at your university.
Informal conversations can lead to big ideas.
• Your decisions about a budget request can provide synergy to similar activities in other schools and units.
• Your opportunities to speak at administrative meetings are precious.
Plan for them and how you can plant the seed of an idea.
• You can help persuade others with additional resources in their own units to collaborate.
• You can talk to your own provost about the need for campus-wide solutions.
• You can ask your staffs and patrons for help in thinking about how to better serve their needs in the future.
All of this will take time, effort, and, oftentimes, money. But it's worth the investment in the people who will benefit. It will make your campus a better place. 
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